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ABSTRACT 
 This thesis develops surveys using Likert scales and open-ended questions to 
measure inclusive behaviors in the Navy. We compared responses across gender and 
racial/ethnic groups as well as between sailors stationed on the East Coast vs. the West 
Coast. The survey we created can be used to assess inclusive and exclusive behaviors in 
the fleet. We examined what inclusion and exclusion behaviors look like among sailors 
and showed which inclusion and diversity (I&D) competencies, when demonstrated 
correctly, are most impactful for building an inclusive environment. Our research also 
shows which command practices and policies contribute to greater acceptance for 
inclusion. Based on our results, our research shows that underrepresented racial/ethnic 
groups and females feel less included overall. We then validated that East Coast sailors 
feel less included compared to West Coast sailors. Based on our findings, we recommend 
more general military training and utilizing pilot programs to improve emotional 
intelligence throughout the military. We also recommend distributing the survey 
throughout the Navy to gain a more complete understanding of diversity and inclusion in 
the fleet. We believe these findings will improve Navy leadership and help minimize 
exclusion based on racial, gender, and minority status, thus enhancing our military’s 
strength. 
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To efficiently achieve a productive atmosphere free from unconscious bias and 
inequalities in the Navy, the Navy’s leadership must first understand the effects of 
inclusion on sailors. The Navy recently formed Task Force One Navy (TF1N) to “identify 
barriers and corrective actions to eliminate inequalities between groups of people” (Griffin 
& Townsley, 2020). The preliminary results of TF1N’s survey indicated that there are 
inclusion barriers in relation to gender, race, and sexual orientation. Those barriers affect 
the Navy’s end strength, which is dependent on a sailor’s decision via his or her experience 
with these hurdles, which is vital in supporting the goals directed in the National Defense 
Strategy (NDS).  
Inclusion and diversity are considered dominant factors that continuously affect 
sailors’ careers. Variables such as mentorship, retention, promotion, advancement, and 
professional development are critical for career progression. Still, a command’s climate 
filled with racial and gender unconscious bias could have detrimental impacts on a sailor’s 
decision-making. An inclusive environment can provide mentors who offer career 
progression with insight, which can encourage sailors at any level in their careers. More 
importantly, mentors allow mentees a safe space to feel included. The core competencies 
developed by the NPS team were based on the researchers’ and advisors’ experience and 
knowledge on the subject. This peer-to-peer atmosphere promotes the core competencies 
in our survey: 
• acknowledging cultural differences 
• listening carefully and considered others’ perspectives 
• recognizing various communication styles and barriers 
• demonstrating respect for others and customs 
• ensuring equity of all team members in work assignment  
• getting to know people from different backgrounds 
2 
• checking themselves for personal biases 
• creating an inclusive environment for all members 
In this thesis, we use surveys and interview-like questions to gather and examine 
data assessing the level of inclusion in the targeted audience. Though recent studies have 
administered surveys to sailors on ships in San Diego, California, to study the effects of 
underrepresented groups on retention, our thesis geographically expands the target 
audience to sailors who were previously or currently stationed in the United States 
(CONUS). It will capture both their sea and shore duty experiences. The results aim to 
enlighten leadership on the levels at which sailors feel included based on rank, sex, and 
other demographic characteristics. The results also aim to demonstrate how to create an 
inclusive command climate by promoting specific competencies and policies.  
The aspiration behind the research questions in our survey is to highlight 
compelling trends that can make sailors feel included through peers, supervisors, and senior 
leadership. Furthermore, the questions intend to capture the effect of inclusion variables 
that significantly influence an effect on inclusion, and their externalities on mentorship and 
promotion. Furthermore, our survey will help answer the following question: 
A. PRIMARY RESEARCH QUESTIONS 
• How do we measure inclusion in the fleet?  
• Which inclusion and diversity (I&D) competencies, when demonstrated, 
should be the most impactful for building inclusion? 
• What institutional policies and practices promote a feeling of inclusion/
exclusion in the fleet?  
• Is there a difference in the Navy’s I&D culture between homeports in the 
United States?  
B. SCOPE 
The scope of this thesis includes the following: 
3 
• provides a qualitative and quantitative analysis of the effects of inclusion and 
diversity on sailors of all demographics using surveys and open-ended 
interview questions accounting for first-hand experiences 
• identifies command practices and policies that exclude sailors and develop 
cultural competencies which can be used to measure inclusion  
• presents findings in bar charts, tables, heatmaps, and scatterplots 
This thesis consists of six chapters. Chapter II provides a historical overview of the 
obstacles underrepresented groups have faced and why inclusion in the ranks matter. 
Chapter III presents a review of previous studies, which serve as is the foundation of our 
thesis. Chapter IV describes the methodology used to output statistical data. Chapter V 
displays products from the theoretical framework used while conducting the quantitative 
analysis. Chapter VI displays the results from the open-ended questions used for the 
qualitative analysis. Chapter VII summarizes the findings and offers future 
recommendations for improving and measuring inclusion in the fleet.  
4 





Throughout history, underrepresented groups have always played a significant role 
in the success of the U.S. military despite unequal representation. From WWI to Operation 
Iraqi Freedom, underrepresented groups have commanded ships or submarines. They have 
led the charge in critical positions. For example, “The Golden Thirteen” was the first Black 
commissioned Officers included in the Navy but were only allowed to lead in Black 
commands (Naval History and Heritage Command, 2020). Underrepresented groups have 
an extensive heritage in service that defied odds and broke barriers. Some underrepresented 
groups trailblazed their way through ranks and positions, ensuring a pathway to inclusion 
for other underrepresented groups in the Navy. However, “The Centennial Seven” was the 
only African American Sailors to command a submarine in the 20th century (Naval History 
and Heritage Command, 2019). 
President Harry S. Truman signed historic Executive Order 9901 that called for 
“equality of treatment and opportunity for all persons in the armed services” (Military 
Leadership Diversity Commission, 2020), which continues to affect African-American and 
female sailors in higher ranks. This thesis will study how inclusion affects all 
demographics. This chapter highlights a historical overview of specific African-American 
and female leaders who have cemented their legacy by breaking boundaries through 
perseverance. While stories exist of African-American and female military personnel who 
have achieved promotions despite inclusion obstacles, the relatively few instances of such 
individuals in 60 years demonstrate the need for greater inclusion. This chapter also 
provides statistical data on the composition of all military services from previous studies 
and displaying demographics by race and rank, primarily focusing on Navy data. 
In this thesis, the term inclusion is utilized in parallel with the Department of 
Defense (DOD) and the U.S. Navy’s meaning of the word. “The DOD recognizes diversity 
and inclusion (D&I) as strategic imperatives—to ensure that the military across all grades 
reflects and is inclusive of the American people it has sworn to protect and defend” 
(Department of Defense [DOD], 2012). While diversity and equal opportunity are often 
interchanged with inclusion for this thesis, all three terms are combined into the word 
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inclusion or inclusiveness. We chose to use the word minority/ underrepresented groups in 
this thesis, but it does not, by any means, reflect that we are referring to people of color or 
females as less than or deficient in comparison to the majority.  
A. BLACK MILITARY TRAILBLAZERS 
African Americans have faced many inclusion obstacles throughout the history of 
the military. From Black soldiers who fought in the Union Army to end slavery despite 
unequal pay to that of White soldiers, to the Tuskegee Airmen who were racially segregated 
during World War II and were not allowed G.I. Bill benefits to further their education, 
African Americans have excelled past exclusionary practices, policies, and procedures of 
the Navy, but have been minimally included in top-level positions. In October 2020, 
President Donald J. Trump and the Pentagon’s top leadership had a dinner event at the 
White House. Pictures from that event sparked tremendous outrage on top DOD 
leadership’s lack of diversity (Cooper, 2020). “Of the 41 most senior commanders in the 
military—those with four-star rank in the Army, Navy, Air Force, Marines, and Coast 
Guard—only two are Black” (Cooper, 2020). The picture posted on social media by former 
Secretary of Defense Dr. Mark T. Esper displayed 22 of the top military leaders, all White 
males, which revealed the harsh reality of inclusion in the United States Military.  
Regardless of Dr. Esper’s posted photograph, the African American community has 
top-tier service members who have broken racial and military barriers throughout their 
service. Historically, Master Chief Petty Officer (MCPO) Carl Brashear was the first 
person of color to be enrolled and successfully complete the United States Navy Diving 
School training despite the blatant lack of inclusion ( Naval History and Heritage 
Command, 2018). He then went on to become the first (re)certified amputee Navy diver. 
Brashear’s life was depicted in the movie Men of Honor, where his character was played 
by Cuba Gooding Jr. MCPO Brashear’s son, a retired Chief Warrant Officer in the Army, 
said his father was never defeated by the blatant attitude of exclusion he received (Brashear, 
2018, para. 11). 
During the same time, General Colin Powell shattered racial barriers in the military 
ranks by first serving on the Joint Chief of Staff. Next, he was selected as the first African 
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American U.S. secretary of state, overcoming social norms and becoming a role model for 
many (Biography, 2014). During General Powell’s time in service, he was involved in a 
helicopter wreck during one of his missions. Despite his injury, he saved members of his 
unit, earning him the Soldier’s Medal. In May 1994, General Powell’s speech to Howard 
University reiterated that African Americans have suffered so much from lack of inclusion 
and that he would never forget the Tuskegee Airmen. The latter created a path for him 
(Toner, 1994).  
More recently, Gen. (ret) Lloyd Austin has a proven track record as a trailblazer. 
Like General Colin Powell, he was a barrier-breaking leader who became the first person 
of color to hold the highest leadership position during the war in Iraq. His job also allowed 
him to become the first African-American to command a theatre during the war in Iraq. 
Upon his confirmation from the U.S. Senate, General (ret) Austin became the first out of 
28 previous Secretaries of Defense to be African-American (American Academy of 
Diplomacy, n.d.). 
B. NAVY WOMEN PIONEERS  
In parallel with African Americans, women in the service have faced and defied 
social norms and reached new heights throughout their journey for acceptance in the 
Navy’s culture. Rear Admiral Alene B. Duerk became the first female Flag Officer in 1972. 
Her initial six-month tour turned into three decades of selfless service. She was promoted 
to Rear Admiral and instantly became the face and voice for all Navy women. In an 
interview, she stated, “I’m more than an Officer. I’m a symbol, for women in the Navy and 
the military. Women thinking of careers like mine can know that...  the ultimate is possible” 
(Smith, 2008). 
More recently, Admiral Michelle Howard became the first woman promoted to the 
rank of Admiral in the Navy. However, that was not the first barrier broken during her 
service. Adm. Howard was the first woman to be the Commanding Officer of a Navy ship 
(1999). She also broke new heights by becoming the first African American woman to 
command an Expeditionary Strike Force. Under her leadership, Sailors rescued Richard 
Phillips (Captain of Maersk Alabama). The day she was promoted to a four-star Admiral, 
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she was also appointed the Navy’s second-highest post as vice chief of Naval operations 
(VCNO) (USN, 2020b). 
Finally, retired Fleet Master Chief April D. Beldo was a pioneer for women in the 
Navy. She was the first African American woman to serve as the command master chief 
(CMC) onboard a nuclear aircraft carrier and at Recruit Training Command (RTC). In an 
interview about inclusion and diversity, MCPO Beldo reflected on her experiences 
throughout her service and recognized that the Navy had improved since 1983 and 
expressed that, despite the progress, there is still more work that needs to be done to 
promote inclusion (Oliver, 2017). 
C. CURRENT FEMALE INCLUSION/ REPRESENTATION 
Given these tremendous military leaders’ careers, there needs to be room for greater 
inclusion. Although the number of enlisted servicewomen in the Navy has increased during 
the past ten years (DACOWITS, 2019), women are still underrepresented within the Navy. 
The presence of women in senior enlisted and flag/general Officer ranks remains minimal. 
While female inclusion remains an ongoing challenge for all military branches, the Navy’s 
retention is of greater importance for female personnel, who are underrepresented in the 
military and, historically, have had restrictions on their service’s duration and nature. One 
of those restrictions is the lack of female promotions compared to males over the last 15 
years. The Government Accountability Office reported in May 2020 that female promotion 
rates were slightly lower than males from 2004–2018. Female enlisted promotion rates 
ranged from 0.1 percentage points to 2.5 percentage points lower than males during that 
time. The same report echoed underrepresented groups may miss out on critical 
assignments and opportunities because they do not receive the same counseling or 
mentoring as their White male counterparts (GAO, 2020). 
Retaining women is a force-wide issue; according to recent studies, women are 
28% more likely to leave the military than men (Werner, 2020). Women continue to play 
a vital role in the military. Their service helps contribute to the integrity of our national 
security. Recently, Rear Admiral (Ret.) Sinclair M. Harris stated, “A sense of urgency is 
needed to drive change for reasons of national security. These problems need to be 
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addressed as a strategic imperative, and not because it’s a nice thing to do. We can defend 
our nation properly with the highest efficacy only if we increase diversity and inclusion 
across and throughout our leadership.” (Harris, 2019, p. 80) 
D. AFRICAN AMERICAN INCLUSION AND REPRESENTATION 
African Americans, who represent roughly 17% of the Navy (Council on Foreign 
Relations, 2020), have carried the burden of feeling inferior throughout history. However, 
in the recent decades of the Navy’s long tradition with inclusion efforts, its leadership has 
progressively and directly tried to improve inclusion and diversity. Minority acceptance 
efforts began when the 19th Chief of Naval Operations, Admiral Elmo Russell Zumwalt, 
introduced Z-gram 66 message to the fleet, proposing and advocating for equal opportunity 
in the Navy (Walker, 2020). In this message, he noted that “what struck me more than 
anything else was the depth of feeling that our Black personnel that there is significant 
discrimination in the Navy.” Roughly five decades later, those same sentiments from 
Admiral Zumwalt’s Z-gram were expressed by the current CNO, Admiral Gilday, during 
his message to the fleet. In that message, he stated, “Something I will never experience is 
walking in the shoes of a Black man” (U.S. Navy [USN], 2020a). He also asserted, “We 
have Black Americans in our Navy that are in deep pain right now,” regarding inclusion 
and diversity (USN, 2020a). In that same message, Admiral Gilday directly attacked the 
problem of inclusion by acknowledging that racism exists in our country and our Navy.  
1. Co-Author Personal Experience 1 
As co-author Anthony Caballero and an African American Officer with ten years 
prior experience as an enlisted Sailor, I have dealt with many forms of discrimination and 
unconscious bias almost prevented me from ascending to my current success level. Being 
labeled as a racial slur by mid-level leadership the first week in Recruit Training Command 
(Boot Camp) and then again minutes after you arrive at your operational command 
deployed in the fifth fleet gives a sense that you do not belong, and a feeling that you will 
never belong. Over the years, I never understood why I was always angry; in the mid-
2000s, mental health was a phrase unknown to me. It was not until a decade later where I 
found myself broken by the lack of inclusion by my shipmates, who were also African 
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American, who did not want to see me succeed and reminded me repeatedly I would not 
become anything in the Navy. Later, I was informed that those same individuals dealt with 
the same lack of inclusion in the Chief Mess and Wardroom with their peers and took their 
frustration out on me. 
At the worst point in my career, I had a department head who ignored the upper 
chain of command’s negative perception of me. This individual also cast aside my less than 
promotable track record. Though he was a white male, he gave me a sense of inclusion in 
the Navy and positively changed my career trajectory. From then on, I found greater 
acceptance from diverse shipmates. Therefore, redirecting the negative thoughts developed 
by echo-chambered environments lacking acceptance for underrepresented groups turned 
the tides. They helped me excel and help others in my previous position.  
2. Co-Author Personal Experience 2 
As co-author, Keyaira Jackson-Seales, I am an African American with six years in 
the Navy. When I arrived at my first duty station in Norfolk, Virginia, I was excited and 
scared at the same time. My first meeting with my Commanding Officer (CO) instantly 
changed my perspective of the Navy. We spoke and got to know one another, but the one 
phrase I will never forget that my CO said to me was, “You’re a black female, which means 
guys are going to try to get with you,” then took an awkward pause and stared at me. It 
took everything in me not to lose my professional military demeanor, as I was so confused 
about why my race had anything to do with my success at the command. He then asked me 
if there was anything else I was still trying to get in order. I informed him that I had just 
given birth five months ago and was a single parent. We concluded our meeting. The next 
day when I arrived on-board, another female Officer (Hispanic) met me and pulled me 
aside to tell me that the CO assigned her to help me. He thought that I had a lot going on 
and needed help getting my life together. That was NOT the case. As if being the only 
African American in my Wardroom was not challenging enough, my CO already had a 
negative perspective about me. 
I had to work ten times harder than my white counterparts. Eventually, another 
white female Officer pulled me aside and enlightened me as to why I was treated 
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differently. She asked, “Do you want to know why you are treated so badly here?” I replied, 
“Yes.” She stated, “It’s because most of “us” (white Officers) come from wealthy families 
and are considered middle to high class. When we look at you, you are considered low 
class, so we can’t relate to you.” I was constantly reminded that I was the only Black female 
Officer who would not make it in the military being a single mother. No one knows how I 
ended up at this command, being that it would have been at the top of the list of ships to 
choose from at-ship selection, and those usually go to Naval Academy Grads or graduates 
from the top of their class. That was in Virginia. 
At this point, I wanted to quit but could not. It was time for me to transfer, and the 
only thing I wanted was to be out of Virginia and see if San Diego would be better. From 
the moment I arrived in San Diego, there was a drastic change of pace. There was nothing 
but love and acceptance there. Never once did I feel like I did not fit in or that I was being 
judged; oh, and by the way, I was pregnant with my second child. Of course, coming from 
my last command, I was afraid of being judged, so I hid my pregnancy for four months. 
Once I informed my command, they pointed me in every direction to get the proper 
resources needed. I knew right then and there that being on the West Coast was entirely 
different from the East Coast. Whenever I tell my story, I get the same response: “Cali is 
very different from Virginia. The closer you are to the ‘Stars’ [Washington, DC], the more 
miserable you will be.” That was California! 
E. INCLUSION BY PROMOTION 
A review of the January 2020 DOD Status of the Navy Report indicates that women 
only account for 4% of leadership roles between the paygrade of O7-O10, and 0% of people 
in those ranks are African American women. African American males only account for 
2%in the same senior paygrades. In the same report, the Navy has better diversified its 
technical expert ranks. African Americans hold 25% of the technical expert positions, 
while women hold 8% of these technical positions. Moreover, as shown in Figure 1, the 
overall percentage of underrepresented groups decreases with an increase in pay grade 
(Council on Foreign Relations, 2020). 
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Figure 1. U.S. Navy Personnel Percentage Structure by Race/Ethnic 
Status Source: Council on Foreign Relations (2020) 
F. NAVY’S INCLUSION EFFORTS 
Although there is a lack of representation in promotions for underrepresented 
groups at the higher ranks, it does not accurately reflect the Navy’s current efforts to 
promote equality. The Navy released NAVADMIN 247/20 in September 2020, which took 
away photos on promotion boards (Faram, 2020). This immediate action was the first of 
many to come that deters intentional or unconscious bias in race, ethnicity, and gender by 
promotion boards (Navy,2020). Moreover, the Navy has created additional measures to 
combat overt exclusionary ideologies and behaviors. CNO Gilday created Taskforce One 
Navy to investigate procedures and policies that do not promote an inclusive culture. 
Furthermore, the Navy has released numerous messages to the fleet as well as the 2020 
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U.S. Navy Inclusion and Diversity goals and objectives. This 20-page document specifies 
the case for inclusion and the new approach to achieving a peak level of cohesion among 
Sailors. Based on the article, the three goals/objectives that the Navy wants to achieve are: 
• institutionalize inclusion and diversity 
• attract and recruit the best talent from our diverse nation to cultivate a high 
performing and innovative workforce 
• develop and retain Sailors and civilians by ensuring an inclusive culture (U.S. 
Navy Inclusion and Diversity Goals and Directives for 2020, n.d.). 
These objectives have been stated to create continuity between all ranks, races, and 
ethnicities, improving the Navy’s warfighting capabilities. According to recent estimates, 
these changes can increase productivity by 15% when senior leadership is more diverse by 
gender, and by 35% when senior leadership is diverse by race/ethnicity (McKinsey, 2020). 
G. CHAPTER CONCLUSION 
While this chapter reviews many significant examples of leaders from 
underrepresented groups who reached the top ranks through sheer grit and determination 
despite the odds, there is still more to be done to ensure that the top ranks are diversified. 
Increasing minority representation in senior ranks will produce the best the Navy has to 
offer, therefore strengthening our military while giving junior sailors mentors with whom 
they can relate. The cascading effects of representation can potentially increase current 
retention numbers, ultimately achieving the objectives in the National Defense Strategy. 
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III. LITERATURE REVIEW 
A. INTRODUCTION 
For years, the Navy has struggled with ways to assess how inclusion and diversity 
issues affect its sailors. The Navy has made conscious efforts to create a more inclusive 
environment. The Navy made a considerable effort by starting Task Force One Navy, but, 
as with many of its efforts, this has not been enough. There is still no concrete way to 
measure an inclusive environment; this topic is critical yet understudied. This chapter will 
review various studies conducted in the Navy that have analyzed I&D issues relating to 
underrepresented groups.  
B. ANALYSIS OF CHALLENGES FACED BY UNDERREPRESENTED 
GROUPS AND THEIR SOURCES 
In the “Analysis of Challenges Faced by Underrepresented Groups and their 
Sources,” Thomas and Dunklin (2020) conducted a qualitative analysis using Frederick 
Herzberg’s Two-Factor model and Abraham Maslow’s Basic Needs model to measure 
motivation and how it related to retention for underrepresented groups, specifically first-
term sailors. Their analysis highlights relationships between the “diversity of leadership 
and peers, mentoring, and first-term retention” (p. v). Using Herzberg’s Two-Factor model, 
Thomas and Dunklin validated that psychological and social needs must be satisfied to 
promote high levels of motivation that lead to job satisfaction. Using these models, they 
highlighted the “relationships between characteristics of diversity among leadership and 
peers, mentoring, and first-term retention” (p. v). Thomas and Dunklin surveyed and 
interviewed first-term sailors stationed on U.S. Naval ships to analyze factors that had the 
most influential impact on a sailor’s decision to stay or leave the military.  
Using Maslow’s Basic Needs Model as their foundation, Thomas and Dunklin 
(2020) argued that hygiene factors (interpersonal relationships, salary, working conditions, 
etc.) led to dissatisfaction and were the factors first-term sailors most likely considered 
when faced with the decision to remain in the military. Their study found that most 
underrepresented groups, including “females, have very different experiences than their 
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non-Hispanic” (p. v) white counterparts. The study also found that “negative experiences 
in social needs, encompassing mentorship, sense of belonging, and peer support” (p. v) had 
the most considerable impact on retention decisions on these groups. From their study, they 
developed the six themes mentioned in Section B of the methodology section and the 
following recommendations: 
• Implement “measures and strategic directives” (p. v) that will help address the 
gap in the feeling of lack of social needs to help improve racial and gender 
minority retention. 
• “Enhance strategies and initiatives to recruit, develop, and retain a high-
quality military workforce” (p. v). 
• Research/develop pilot studies involving various platforms, communities, and 
services and metrics measuring the effects of diversity and inclusion training 
and competencies here at NPS. 
• Add leadership development curriculum into course requirements. 
• Implement pilot studies on the NPS campus with students, faculty, and staff. 
• Develop and implement metrics measuring the effects of diversity and 
inclusion training and leadership courses. 
C. THE EFFECTS OF DIVERSITY AMONG PEERS AND ROLE MODELS 
ON U.S. NAVY RETENTION 
To help improve inclusion and diversity in the Navy, in “The Effects of Diversity 
Among Peers and Role Models on U.S. Navy Retention,” Rodriguez and Serna (2020) 
examined the impact of having more minorities in leadership and peer groups and their 
effects on retention for Officer and enlisted sailors on various Navy platforms. The 
researchers used longitudinal data acquired from the Defense Manpower Data Center 
(DMDC) comprised of first-term Officers and enlisted sailors to estimate the impact that 
role models and peers had on reenlistment and retention.  
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Rodriguez and Serna’s results showed that same-minority senior leadership had 
“statistically significant positive effects, mainly on black first-term sailors. Their analysis 
suggests that an increase in same-minority peers has a statistically significant positive 
impact on first-term Hispanic Officers. An increase in same-minority Officer senior 
leadership has a statistically significant effect on first-term non-Hispanic and black 
Officers” (p. v). Per Hernandez and Serna, “Our findings provide insights to support the 
U.S. Navy’s efforts to improve inclusion and diversity while maximizing talent within the 
Navy” (p. v). 
To solve I&D problems within the Navy, they stated that the Navy must understand 
the causes of minority underrepresentation and their low retention numbers. From this 
research, Rodriguez and Serna recommend the following further research: 
• Detailing in the Navy should consider I&D to ensure adequate representation 
of minorities and increase retention. 
• Expand research dealing with racial minorities and individual identifiers to 
mitigate the current minority underrepresentation in the Officer ranks. 
• Enforce proactive command diversity committee objectives, command climate 
surveys, and development of an accountability system. 
D. THE EFFECTS OF MINORITY COMMAND LEADERSHIP ON 
RETENTION OF MINORITY JUNIOR OFFICERS  
In “The Effects of Minority Command Leadership on Retention of Minority Junior 
Officers,” Terranova (2019) examined “how Minority Commanding Officers and Senior 
Leadership (O4–O6) affect the retention of” (p. v) minority Junior Officers serving in the 
Surface Warfare (SWO) community. Using a simple regression and difference-in-
difference model, Terranova focused mainly on three categories in this analysis: African 
American, Female, Hispanic, and their respective role model retention effects. Terranova 
hypothesized “that there would not be a statistically significant effect between minority 
demographics and” (p. v) junior Naval Officers’ retention. 
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With the 21 results he received, only one was statistically significant, using the 
three primary minority demographics: “the role model effect for African American junior 
Officers serving under the average percent of African American senior leadership” (p. v). 
The report showed, “A one percentage point increase in the percentage of African 
American Senior Leadership yielded a 0.007 decrease in the likelihood of retention” (p. 
27). His difference-in-difference model analysis identified that both Minority 
Commanding Officer role models and Minority Senior Leadership have subtle effects on 
retaining minority junior Officers SWOs. These results run counter to the findings of 
previous studies. Based on the results, further research should be conducted on “policy 
revisions affecting accessions, promotions, and leadership selection based solely on 
minority demographics” (p. v). Terranova concluded with the following suggestions for 
further research: 
• Develop and understand more effective retention methods for personnel.  
• Obtain accurate key identifiers and retention indicators to support data 
analysis, mainly Additional Qualification Designators (AQD) and End of 
Active Obligated Service (EAOS) of Naval Officers. 
• Examine other warfare communities utilizing the same role model effect and 
difference-in-difference models. 
• Reexamine the SWO community with new data sets or improved data sets 
based on accurate EAOS/AQD variables. 
• Expand  the data to all UICs within the Navy Surface fleet. 
• Examine the current data sets using other vital variables such as UIC, UIC 
location, or outside variables.  
E. THE PERSPECTIVES AND EXPERIENCES OF BLACK FEMALE 
NAVAL OFFICERS  
In, “The Perspectives and Experiences of Black Female Naval Officers,” Jones 
(1999) examined why Black females joined the Navy. She analyzed Black female Naval 
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Officers’ thoughts and attitudes on continuing service based on their experiences thus far. 
Jones conducted eighteen interviews within Monterey, California, and Washington, DC. 
From the interviews, twelve general themes were discovered, including: “reasons for 
joining, experiences while in the Navy, concerns about the recruitment of minorities, 
perceptions about racism, perceptions of inequitable treatment, and feeling about being the 
only one” (p. v). Jones found significant problems and issues arose when confronting Black 
female Naval Officers. Jones also learned that being Black and being a female played a 
considerable part in how a Black female Officer in the Navy was evaluated and stereotyped. 
Out of the 12 themes, seven themes were significant to the researchers. Theme III showed 
that every interviewee felt they had to work harder than their counterparts to be successful. 
Theme IV showed that most interviewees felt they had to leave a part of them at home to 
adapt to the dominant Navy culture to be successful. Theme V showed that these women 
had to seek support systems outside the Navy to maintain their black identity. Theme IX 
showed many were skeptical about how the Navy recruited minorities. Theme X showed 
that most felt they were expected to “represent” their race. Theme XI showed all 
interviewees experienced discrimination while in the Navy. And Theme XIII showed that 
most interviewees felt that the Navy undervalued them. Despite the U.S. Navy’s continued 
efforts to eliminate racism, this study showed Black female Naval Officers experienced 
racial and gender discrimination which is still present today. Most of these women 
remained in the Navy. They overcame the various adversities, though they still found it 
very difficult to adjust to the historical and traditional, written, and unwritten rules. Black 
women were forced, and in the researchers’ evaluation, still are pressured, to “fit in” and 
are not allowed to bring in their “whole-person” to create their sense of creativity and 
individuality. The recommendations for further research included the following: 
• Conducting surveys that will include all Black female Navy Officers. 
• Conducting research that will include the experiences and perspectives of all 
minorities. 
• Evaluating the Navy’s evaluation systems. 
20 
• Examining how feasible it would be to increase the number of NROTC units 
at Historically Black Colleges. 
F. CONCLUSION 
Because of the lack of inclusive behaviors within the Navy, the Navy becomes less 
efficient. It does not utilize the full potential of its people. Both racism and sexism have 
negative effects on feelings of inclusion. To quote the fourth literature review, 
“Maintaining a feeling of togetherness and being able to receive psychological support 
from friends and family is crucial to both the survival and success of the Black female 
Officer” (Jones, 1999, p.78). 
Our research will conduct a qualitative and quantitative analysis, using a survey to 
assess initial metrics for measuring inclusive behaviors. Our survey includes open-ended 
questions to determine if other metrics can explore I&D differences between sailors in 
different rates and ranks. We will compare those rates between the East Coast and the West 
Coast to identify potential differences. The concept arises from the premise that the farther 
you are from Washington, DC, within the Continental United States (CONUS), the less 
overall stress you have in your career. We aim to capture the experiences and perspectives 
of all underrepresented groups in the Navy by including a broad sample of 







A. DEVELOPING THE SAMPLE 
In this chapter, we describe the survey questions utilized to provide qualitative and 
quantitative analyses of inclusion in the fleet. The survey was created through a combined 
method of over 20 years of sailors’ experience in the Navy, core competencies provided 
by the Navy leadership and decades of qualitative and quantitative experience from NPS 
Staff (See Appendix A for the survey). Ideally, we wanted to survey sailors on surface 
ships to capture their experience. Surface ships provide a specific operational climate 
which is essential for readiness. Surface ships would be ideal because there are sailors who 
are in their first service tour and would help us determine the feelings of inclusion for first-
term sailors, which is important because some of them will end up leaving due to the lack 
of feeling included. We then decided to survey sailors on shore duty at equivalent 
commands on the East Coast and West Coast. Unfortunately, due to time constraints and 
remain-in-place orders we were unable to physically survey sailors at sea or shore 
commands. Finally, we determined that surveying sailors through the social media 
platform, Facebook, and Navy students at NPS, would allow sailors to respond 
anonymously, providing a more accurate representation. Regrettably, currently, our 
Facebook approval is pending. Therefore, due to time constraints, we utilized our survey 
as a pilot program on NPS students. Sailors from all demographics and sexual orientations 
are all affected by inclusion or exclusion throughout their careers. Using NPS sailors allows 
us to capture the factors influencing inclusion and helps us measure the level of inclusion 
in our sample.  
B. DEVELOPING THE SURVEY 
This survey builds directly from the qualitative component of a previous thesis, 
“Analysis of Challenges Faced by Underrepresented Groups and Their Sources” (Thomas 
and Dunklin, 2020), which found themes and identified instances when sailors may not 
feel included during their Naval service. Thomas and Dunklin cited six themes regarding 
inclusion, challenges to underrepresented groups and retention in the fleet: 
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• Theme 1. Underrepresented groups mention facing 
different hurdles than the comparison group, on issues related to Navy 
policies, culture, and interpersonal communication. 
• Theme 2: Underrepresented groups discuss more often than the comparison 
group less beneficial experiences with mentors. 
• Theme 3: Underrepresented groups mention limited opportunities in the Navy 
more often than non-Hispanic whites. 
• Theme 4: Underrepresented groups are more likely than the non-Hispanic 
white sailors to bring up fitting in with peers in the interview difficulties. 
• Theme 5: Most first-term sailors interviewed mentioned that they view soft 
skills in management as important and lacking. 
• Theme 6: Most enlisted Sailors and Junior Officers interviewed state they 
value working with prior-enlisted Officers (Thomas & Dunklin, 2020). 
The survey also derives from the past and present experiences of both researchers. 
Our individual stories referenced in Chapter II, along with the countless experiences from 
underrepresented groups, are part of the motivation to help find a solution to a problem that 
affects the Navy’s most vital asset, its sailors.  
The various sections of the survey include questions about demographics, inclusion 
factors, core competencies, and open-ended responses. The survey was distributed via 
email, which contained a link to a Qualtrics survey. The data was analyzed using Qualtrics, 
R, and JMP. The NPS Students were comprised of male and female Officer and Enlisted 
Navy sailors who served throughout the CONUS Navy either shore or ship duty. The 
students were comprised of sailors of senior enlisted ranks and Officers, which will provide 
feedback on inclusion based on their experiences.  
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C. SURVEY BREAKDOWN 
The ten-minute survey is comprised of three sections. The first section asks for the 
respondent’s demographics: 
• Community (Enlisted or Officer) 
• Gender (Female, Male, Non-binary/Third gender 
• Race/Ethnicity (Asian, Black (African American), Hispanic, Native Hawaiian/ 
Other Pacific Islander, White, and Other) 
Table 1 shows the number of sailors we were able to survey at NPS. To note, there 
is a substantial difference in participants between Enlisted and Officers because most NPS 
programs are billeted for Officers. Table 1 also shows a wide margin between male and 
female participants. 
Table 1. Sample Numbers by Group and Race 
Group Sample Size 
Community Enlisted Sailors: 2 
Officers: 104 
Gender Male: 78 
Female: 27 
Race / Ethnicity Asian: 4 
Black: 16 
Hispanic: 12 




D. INDIVIDUAL FACTORS 
The second section of the survey will help answer research question, “How do we 
measure inclusion in the fleet?” The survey encompasses 10 individual factors that sailors 
may experience while at commands. Part A of section two allows sailors to report their 
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experiences with inclusion in relation to their current command displayed in Table 2. Part 
B allows sailors to report on the same factors in relation to their Prior command. 
Table 2. Individual Factors by Command 
Individual Factors 
• My opinion is valued by my supervisors for important decisions. 
• People of all cultures and backgrounds are respected, valued, and treated 
fairly. 
• I can voice an opposing opinion without fear of negative consequences. 
• I feel included and respected. 
• I feel connected to my peers. 
• My job performance is evaluated fairly.  
• I have had good mentorship in the Navy. 
• My experiences at the command made me believe I have equitable 
opportunities for a future in the Navy. 
• I feel excluded by my workgroup because I am different. (reverse coded) 
• Outcomes (e.g., training opportunities, awards, recognition, and leadership 
opportunities) are fairly distributed among those in my unit. 
 
In both parts of section two, we also identify the type of duty (sea or shore duty) 
and location of their current and prior commands. By understanding that the response from 
a social media platform could result in various answers for location, we added the most 
populated bases along the East and West Coasts. For example: Naval Station Norfolk in 
Virginia is the biggest and most populated base on the East Coast, which houses 149,000 
sailors, including dependents and Department of Defense civilians (Naval Technology, 
2020). Naval Base San Diego accommodates 48,000 military and civilian personnel. 
25 
Sailors also had the opportunity to select Naval Station Mayport, Washington State (Naval 
Station Everett / Bremerton), and the option to select other homeport stations, where they 
will be able to provide the geographic location of their command.  
E. CORE COMPETENCIES: 
Part three of the survey will address the research question, “Which I&D 
competencies, when demonstrated should be the most impactful for building inclusion?” 
The core competencies are assessed as the command’s climate that foster inclusion 
displayed in Table 3. This section will incorporate eight core competencies the team 
predicted would foster and inclusive environment (see Appendix A for survey): 
Table 3. Core Competencies for Both Prior and Current Commands 
Core Competencies 
• Most people at my command acknowledge cultural differences. 
• Most people at my command listen carefully and consider others’ 
perspectives. 
• Most people at my command recognize various communication styles and 
barriers. 
• Most people at my command demonstrate respect for others’ values and 
customs. 
• Most people at my command ensure equity of all team members in work 
assignments. 
• Most people at my command get to know people from different 
backgrounds. 
• Most people at my command check themselves for personal biases. 
• Most people at my command creates an inclusive environment for all 
members. 
26 
F. OPEN-ENDED QUESTIONS 
The users’ responses to the open-ended questions will allow us to answer the question, 
“What are the institutional policies and practices that promote a feeling of inclusion/exclusion 
in the fleet?” The survey will help broaden our metrics for measuring and analyzing inclusion 
behaviors and determining inclusion level within the fleet throughout our population sample. 
These responses will help to find common themes that describe the experiences of not feeling 
included. Open-ended questions will provide us with additional themes that could be 
incorporated in the future. We will also diagnose current Navy policies that negatively impact 
inclusion and diversity through surveys consisting of open-ended questions.  
G. VARIABLE DESCRIPTION 
In sections two and three (current/previous command factors, and core competencies), 
participants selected options that allowed us to quantify their output. Each factor and core 
competency were given an individual score by the survey participants, leaving each factor to 
be individually assessed by race, rank, and gender. The rating scale is based on their personal 
experience with each factor and core competency ranging from 1 to 5: “Strongly disagree,” 
“Somewhat disagree,” “Neither agree nor disagree,” “Somewhat agree,” and “Strongly 
agree.” Section four of the survey was comprised of open-ended questions. Each question was 
read by the authors to identify common themes, and then reread to code those themes by 
looking for specific words or phrases within the responses. The coding will allow us to test 
certain hypothesis determined by the NPS thesis team.  
H. DATA ANALYSIS  
First, we tested for differences in survey responses provided by underrepresented 
groups/majority groups, and males/females. We then compared overall inclusion levels by 
geographic regions using t-tests, ordinary least squared regressions (OLS), and logistic 
regression (logit). We used a mixture of tables and graphs to display the results. Our results 
helped answer our research question, “Is there a difference in the Navy’s I&D culture between 
homeports in the United States?” 
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I. SAMPLE SELECTION ISSUES 
This section will discuss possible issues with our targeted sample. Though we are 
utilizing NPS to recruit participation of sailors, we are aware that some sailors maybe reluctant 
to take the survey in fear of a negative reflection of their character. To mitigate this deficiency, 
we ensured anonymity when utilizing our Qualtrics survey. The second issue in our data 
collection method is the lack of oversight on the survey participants. This lack of oversight 
could potentially allow some sailors to not take the survey seriously enough to answer 
questions accurately. The third issue could be that sailors would not put accurate demographic 
information in fear of retaliation from the command. We understand that there is no way for 
sailors to trust a link on the internet, but we are also hopeful that, because there is no oversight 
from higher ranking authority in completing the survey, they will feel no pressure and answer 
openly and honestly. Finally, there can be some sample selection bias in the responses due to 
some sailors wanting to be more helpful in participating in the survey than others. 
J. CHAPTER CONCLUSION 
The primary research question/objective we are focusing on is, “What metrics can 
assess behaviors of inclusion within the fleet?” The follow-on questions mentioned in Chapter 
I provide us with quantitative and qualitative data. The results from the data may provide a 
baseline in accessing I&D behaviors, and furnish specific metrics capturing the climate of the 
Navy programs, practices, processes, policies, and culture. Our survey will include questions 
based on sailors’ individual experiences and how each question impacts them. Determining if 
there are common themes among command practices will help to build I&D and new policies 
that can create greater acceptance for underrepresented groups in the Navy. This method will 
help develop the metrics for measuring and analyzing inclusion behaviors and determining 
their inclusion level within the fleet. Developing these metrics should translate into more 
information on the levels of inclusions for sailors throughout the fleet. Once all information 
is gathered, we will determine the sources of problems for the Navy’s lack of inclusion. We 
aim to help Navy leadership become more effective in understanding what the Navy is doing 
with I&D issues and what the Navy can do to improve I&D overall. 
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V. QUANTITATIVE DATA ANALYSIS 
A. INTRODUCTION  
As discussed in the Chapter IV methodology section, this chapter provides the 
analysis conducted on the processed data set derived from our survey. We conducted an 
analysis based on the responses from students at NPS. We present the findings based on 
the data analysis by utilizing univariate/ multivariate regressions with two-tail-tests. To 
clarify, inclusion factors are assessed as personal factors that could make a sailor feel 
included or excluded, whereas core competencies are command climate factors that 
create an inclusive environment. 
B. CURRENT COMMAND INCLUSION 
1. Current Command Inclusion Factors by Gender and Race/Ethnicity 
Figure 2 shows the mean of the responses on the inclusion factors by gender 
within each racial/ethnic group. Though Hispanic females have the second highest mean 
score across all demographics, overall, by comparing genders, we ran a two-tailed t-test 
which indicates that females (M=3.68, SD= .80) feel less included than males (M= 3.93, 




Figure 2. Mean of Current Inclusion by Race/Gender 
2. Current Command Inclusion Factors by Gender and Race/Ethnicity 
(Collapsing Across Underrepresented Groups) 
To test whether feelings of inclusion differed for underrepresented groups (non-
white) and whites, we ran a two-tail t-test comparing inclusion scores for underrepresented 
groups to inclusion scores for whites. Results indicated that underrepresented groups (M= 
3.71, SD= .70) report lower inclusion than whites (M= 3.96, SD= .65), and this difference 
was marginally significant, t(83.54) = 1.86, p = .06. 
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Summarizing the results thus far, Figure 3 shows the mean across all current 
inclusion factor broken down by gender and ethnicity. The charts indicate that white males 
report the highest rates of inclusion of any group. The other three groups reported less 
inclusion. 
Figure 3. Mean of Current Inclusion by Underrepresented Group vs. 
White by Gender 
3. Item-Level Breakdown of Current Inclusion Factors by Gender
Figure 4 shows the comparison of current inclusion factors by gender from NPS 
students. The strongest factor was being respected and treated fairly, with a mean score of 
4.23. The weakest experience factor is “Feeling connected to peers,” with a grand mean of 
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3.2. Figure 4 also shows inclusion is worse for females. For “Voice opinions without 
consequences,” the difference is minimal.  
 
Figure 4. Current Inclusion Factors by Gender  
4. Item-Level Breakdown of Current Inclusion Factors by Race/
Ethnicity 
Figure 5 shows the comparison of current inclusion factors by race from NPS 
students. Underrepresented groups consist of all races/ethnicities that do not identify as 
white. The strongest experience factor is being “Respected and treated fairly,” with a mean 
score of 4.23. The weakest experience factor is “Feel connected to peers,” with a combined 
mean of 3.34. The chart also shows that inclusion is worse for underrepresented groups. 
For “Feel connected to peers,” the difference is minimal.  
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Figure 5. Current Inclusion Factors by Underrepresented Groups vs. 
White 
C. CURRENT COMMAND CLIMATE’S CORE COMPETENCIES 
The objectives are to identify the prevalence of eight core competencies in a sailor’s 
current command. The core competency helps assess the type of environment the 
commands provide to the students. Though currently, all students who took the inclusion 
survey are students at NPS, we recognize that some students are learning remotely through 
the distant learning program and may have included another location as their current 
command. We assessed their score to precisely reflect their experience as a student at NPS. 
Figure 6 displays the core competencies’ mean, broken down by the race and gender of the 
respondent. To test for differences between men’s and women’s perception of command 
climate, we ran a two-tailed t-test, indicating women (M= 3.98, SD= .85) have a lower 
score than men (M= 4.07, SD= .72), but this difference is not statistically significant 
t(39.78)= 0.52, p =.60. There is a larger gap between responses from members of 
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underrepresented groups (M= 3.90, SD= .88) vs. white respondents (M=4.15, SD= .65); 
however, this difference is not statistically significant t(70.20) = 1.59, p =.11. 
 
Figure 6. Mean of Current Core Competency by Race/Gender 
1. Item-Level Breakdown of Current Command Climate Inclusion 
Competencies by Gender  
Figure 7 displays the item-level current core competencies, broken down by gender 
of the respondents. The strongest competency is “Demonstrating respect for others’ values 
and customs” with an average of 4.24. The weakest competency is “Checking themselves 
for personal biases,” with a combined average score of 3.53. Figure 7 also shows similar 
experiences with numerous core competencies, such as “Recognized various 
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communication styles and barriers,” “Acknowledging cultural differences,” and “Listening 
carefully and considering others’ perspectives.”  
 
Figure 7. Current Core Competency by Gender 
2. Item-Level Breakdown of Current Command Climate Inclusion 
Competencies by Race/Ethnicity 
Figure 8 displays the comparison of current core competencies by race/ethnicity 
from NPS students. The strongest competency is “Demonstrating respect for others’ values 
and customs,” with a mean score of 4.27. The weakest competency is “Checking 
themselves for personal biases,” with a combined mean of 3.49. Figure 8 also shows similar 
experiences underrepresented groups and whites in “Ensured equity of all team members 
in work assignments,” while having different scores in “Created an inclusive environment 
for all members,” “Got to know people from different backgrounds,” and “Listened 
carefully and consider others’ perspectives.” Figure 9 indicates the mean score across all 
respondents for each of the 10 competencies in descending order. The strongest 
competency is “Demonstrating respect for others’ values & customs”; the weakest 
competency is “Checking themselves for personal bias.” 
36 
 
Figure 8. Current Core Competencies by Underrepresented Groups 
vs. White 
 
Figure 9. Overall Mean Score of Core Competencies  
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D. PRIOR COMMAND INCLUSION 
1. Prior Command Inclusion Factors by Gender and Race/Ethnicity 
Figure 10 shows the mean of sailors’ inclusion from their prior command by race 
and gender. Though Hispanic females again have the second highest mean score across all 
demographics, overall, by comparing genders, we ran a two-tail t-test which indicate that 
females feel less included (M= 3.65, SD= 1.03) compared to males (M= 3.85, SD= .84). 
However, this difference is not statistically significant, t(38.79) = 0.89, p = .37.  
 
Figure 10. Mean of Prior Command Inclusion by Race/Gender 
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2. Prior Command Inclusion Factors by Gender and Race/Ethnicity 
(Collapsing Across Underrepresented)  
To test whether feelings of inclusion differed for the underrepresented group (other 
than white) and whites, we ran a two-tail t-test comparing inclusion scores for 
underrepresented groups to inclusion scores for whites. Results indicate that 
underrepresented groups (M= 3.65, SD= .98) reported lower inclusion than whites (M= 
3.90, SD= 0.82). However, this difference is not statistically significant, t(77.38) = 1.39, p 
= .16. Figure 11 shows prior command inclusion, which indicates that underrepresented 
women feel the least inclusion than all other demographics, followed by underrepresented 
men and then white women. White men reported the highest inclusion in their prior 
commands. 
 
Figure 11. Mean of Prior Inclusion by Underrepresented Groups vs. 
White by Gender 
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3. Item-Level Breakdown of Prior Inclusion Factors by Gender  
Figure 12 displays the item-level inclusion factors, broken down by gender of the 
respondents. The strongest experience factor is having their “Job performance evaluated 
fairly,” with an average score of 3.92. The weakest experience factor is “Outcomes (awards 
and training opportunities) are fair,” with an average score of 3.49. Figure 12 also shows 
both genders have almost identical experience with their “Opinions valued,” but in contrast 
have a different experience in “Respected and treated fairly,” and “Feel excluded by work 
group.” 
 
Figure 12. Prior Command Inclusion by Gender 
4. Item-Level Breakdown of Prior Inclusion Factors by 
Underrepresented Groups and Whites 
Figure 13 displays the item-level inclusion factors for prior command, broken down 
by race/ethnicity of the respondent. The strongest experience factor is “Feel included and 
respected” with a mean score of 3.98. The weakest experience factor is “Outcomes (awards 
and training opportunities) are fair,” with a mean score of 3.47. Figure 13 also shows 
respondents from both ethnic groups reported similar experiences for the inclusion factor 
being able to “Voice opinions without consequences,” while asserting a different 
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experience in “Opinions valued,” “Feel excluded by workgroup,” and “Feel included and 
respected.”  
  
Figure 13. Prior Command Inclusion by Underrepresented Groups vs. 
White 
E. PRIOR COMMAND CORE COMPETENCIES 
Next, we analyzed the core competencies for respondents’ prior commands. The 
core competency helps assess the type of environment the commands provided while 
current students were stationed onboard. Figure 14 displays the core competencies’ mean, 
broken down by race and gender. To test for differences between men and women, we ran 
a two-tailed t-test, which indicates women’s ratings of the core competencies (M= 3.30, 
SD= 1.01), were lower than men’s (M= 3.75, SD= .92). The differences are marginally 
significant t(41.87) = 2.01, p = .05. Ratings by underrepresented groups were lower (M= 
3.44/, SD=1.10) than ratings by white respondents (M= 3.76, SD= .83), but this was not 
statistically significant t(70.86) = 1.63, p = .16. 
Figure 14. Prior Core Competencies by Race/Gender 
1. Item-Level Breakdown of Prior Core Competencies by Gender
Figure 15 displays the item-level core competencies for prior command, broken 
down by gender of the respondent. The strongest competency “Acknowledging cultural 
differences,” with an average score of 4.00. The weakest competency factor is “Checking 
themselves for personal biases,” with a combined average score of 2.97. Figure 15 also 
shows inclusion is worse for females. For “Got to know people from different 




Figure 15. Prior Core Competencies by Gender 
2. Item-Level Breakdown of Prior Core Competencies by 
Underrepresented Groups and Whites 
Figure 16 displays the item-level competencies for prior command, broken down 
by race/ethnicity of the respondent. The strongest competency was “Acknowledging 
cultural differences,” with a mean score of 4.02. The weakest competency is “Checking 
themselves for personal biases,” with a combined mean of 3.07. Figure 16 also shows that 
inclusion is worse for underrepresented groups. For “Got to know people from different 
backgrounds,” and “Demonstrated respect for others’ values and customs,” the difference 
is minimal. Lastly, Figure 17 indicates the mean score across all respondents for each of 
the 8 competencies in descending order. The strongest competency is “Acknowledging 
cultural differences;” the weakest competency is “Checking themselves for personal bias.” 
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Figure 16. Prior Core Competencies by Underrepresented Groups vs. 
White 
Figure 17. Overall Mean Score of Prior Core Competencies 
To test the hypothesis that command climates differ for sailors stationed on the East 
Coasts vs. the West Coast, we used a multivariate regression model to predict prior 
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command climate derived from prior command core competencies. We combined all core 
competencies into one dependent variable by calculating each observation’s mean based 
on all scores per factor. Then used the threshold of having a mean score of four “Somewhat 
agree” or above to equal inclusion per row displayed in Table 4. The reference variables 
excluded from Table 4 are male, whites, time in service (>=11), prior command (shore), 
and prior command location (West). 
Y(Prior Core Competencies)=(𝛽𝛽0+𝛽𝛽1(Female)+𝛽𝛽2(Minority)+𝛽𝛽3(Rank) +𝛽𝛽4(TIS) 
+𝛽𝛽5(Prior Command) +𝛽𝛽6(Prior Command Location) 
Table 4. Linear Regression Model Coefficients 
Term Coefficient / Standard Error 
Gender [Female] -0.12 / 0.12 
Race [Minority] -0.07 / 0.12 
Rank [O2]  0.12 / 0.07 
Rank [O3] -0.15 / 0.19 
Rank [O4]  0.12 / 0.12 
Time in Service [<=10]  0.12 / 0.12 
Prior Command [Sea] -0.04 / -0.04 
Prior Command Location [East] -0.21 / 0.11 
 
In sum, the result of the model’s coefficients show lower I&D competencies 
perceived by females, underrepresented groups compared to whites, Fleet Lieutenants 
compared to Commanders (O5), and those who previously served on sea duty on the East 
Coast. However, these coefficients are not statistically significant likely due to the 
population sample size.  
3. Is There a Difference in the Navy’s I&D Culture Between Homeports 
in the U.S.?  
Figures 18 and 19 display the mean of the prior commands’ core competencies, 
indicating the commands’ climate by East and West Coasts, utilizing a heat map. To 
compare, we conducted another two-tail t-test, comparing sailors’ responses from both 
homeports divided into East and West. The results signify that, collectively, East Coast 
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sailors feel less inclusion based on their commands’ climate by homeport (M= 3.43, SD= 
.97) compared to West Coast sailors of (M= 3.80, SD= 0.86). This difference was 
marginally significant, t(76.01) = 1.79, p = .07. We could not conduct a heat map for 
current commands; most NPS students live in Monterey, California, whereas NPS 
students’ prior commands were located on both East and West Coast Naval bases.  
Figure 18. Prior Inclusion Factors by Geographic Location 
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Figure 19. Prior Core Competencies Factors by Geographic Location 
To further test our hypothesis indicated earlier, we conducted a logistic regression 
derived from prior core competencies to validate the two-tail t-test results further, using a 
bivariate dependent variable (results displayed in Table 5). The dependent variable 
encompasses the standard mean score per row of all core competencies with a threshold 
mean score of four (“Somewhat agree,”) or greater equals an individual to feel included. 
We then took the sum of all sailors who feel included and assigned them inclusion =1, 
otherwise =0. Finally, we created independent variables utilizing the demographic inputs 
from the survey and created the logistic regression: 
Y(Prior Core Competencies= 1)=(𝛽𝛽0+𝛽𝛽1(Gender)+𝛽𝛽2(Minority)+𝛽𝛽3(Prior homeport 
location )) 
Table 5. Logistic Regression Model Coefficients 
Term Coefficient / Prob>Chisq 
Gender [Female] 0.46 / 0.14 
Race [Minority] -0.81 / 0.68
Prior Command [Sea] -0.73 / -0.52
Prior Command Location [East] -0.52 / 0.19
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The results indicate that, given that someone is a female, the odds of you feeling 
included are 54% less likely than males. If a sailor is in an underrepresented group, they 
are 19% less likely to feel included than whites. A sailor stationed at a sea command is 
27% less likely to feel included than shore commands. Lastly, sailors stationed on the East 
Coast are 48% less likely to feel included than West Coast sailors.  
F. OVERALL RANKED CORE COMPETENCIES 
1. Which I&D Competencies, When Demonstrated, Are the Most 
Impactful for Building Inclusion? 
The survey participants ranked the core competencies from 1–7, according to 
perceived impact of each competency on feelings of inclusion. Table 6 shows which core 
competencies are most important to NPS by percentages and the number of individuals 
who selected the specific core competency at the rank they accessed it. According to the 
survey responses, “Listening carefully & considering other people’s perspectives,” is 
essential, followed by “Demonstrating respect for others’ values and customs,” and 
“Checking oneself for personal biases.”  
Table 6. Core Competencies Rankings  




Listening carefully & considering 
other people’s perspectives. 
32% 33 
Demonstrating respect for others’ 
values and customs 
21% 22 
Checking oneself for personal 
biases 
21% 22 
Ensuring equity of all team 
members in work assignments 
13% 13 
Acknowledging cultural differences 7% 8 








2. Is There a Correlation Between Command Climate and Personal
Inclusion Factors?
Figures 20, 21, and 22 show the interaction relationship between the averages of 
command’s climate (eight factors) and sailors’ inclusion factors (ten factors). The graph 
indicates that there is a linear association between all factors. The level of inclusion was 
ranked on a scale from 1-5. The colors assigned also indicate the inclusion level (red- least 
included, orange-slightly not included, yellow-neither included nor excluded, light green-
somewhat included, green- included). The linear relationship is R2 = 0.636 (P=0.001). 
The R-square indicates that 63% of the variance in personal inclusion is explained by 
command climate inclusion.
Figure 20. Correlation of Personal Inclusion Mean Scores by Prior 
Command Competencies Average 
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Figure 21. Personal Inclusion Mean Scores and Prior Core 
Competencies Averages by Gender 
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Figure 22. Personal Inclusion and Prior Core Competencies by 
Minority 
G. CONCLUSION
Though females, underrepresented groups, and fleet lieutenants feel less included at
NPS, collectively, they all feel more included at NPS than their prior commands, regardless 
of whether their prior commands were sea or shore based. Surveying only NPS students, we 
observed differences in inclusion between East and West Coasts sailors, based on their 
experiences at their prior commands. Despite the positive results for NPS inclusion, the 
graduate school lacks diversity in the senior ranks, based on these observations. The findings 
allude to the lack of inclusion in the ranks echoed in Chapter II, or that senior ranking 
underrepresented groups did not take the exam. Figure 23 shows the survey participants by 
racial/ethnic demographics by rank. Of note, this only describes the student survey 
participants and may not accurately reflect the NPS senior leadership and the NPS staff.  
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Figure 23. NPS Survey Participants by Rank 
In short, the evidence is clear that there is a relationship between a commands’ 
environment and a sailor’s feelings of personal inclusion. NPS is a university that 
aggressively works to address barriers to inclusion, but like similar institutions which care 
about their underrepresented students, they still have work to do. Whites have a higher 
mean score for prior and current commands than both underrepresented groups on 19 out 
of 20 items. Nevertheless, sailors are the ones who can promote inclusion through personal 
interactions with their peers on a day-to-day basis. Simultaneously, Naval Officers who 
participated in the survey indicate that “Acknowledging cultural differences,” are highly 
promoted at their commands but lacked in checking themselves for personal bias. In a 
predominately white Navy, if we do not check ourselves for personal bias, individuals can 
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VI. QUALITATIVE DATA ANALYSIS 
A. INTRODUCTION 
The replies from the survey from Chapter 4 allow us to analyze the level of 
inclusion by sea/shore, current/prior command, gender, race/ethnicity, and rank. Though 
the survey responses are from the factors that lead to inclusion, they will provide insight 
into the sailors’ Navy experience. Their answers to the open-ended questions will give 
context to the inclusion factor and core competencies. Answers from the open-ended 
question will explain why a sailor may or may not feel included. In this chapter, we describe 
our qualitative analysis, present the main themes recognized, along with quotes that 
embody these themes.  
B. QUALITATIVE METHODOLOGY 
As described in chapter four, the last section of the survey consisted of three 
questions to allow the participants to express in their own words their experiences with 
inclusion. Participation in the survey was strictly voluntary. As designed, the survey and 
responses were made to protect any sailors’ personal identifying information. Even with 
anonymity in the survey, some sailors did not respond in this section of the survey. As the 
analysis was conducted, the researchers read and grouped the responses into six to seven 
categories. Following are the themes applicable to our dataset.  
This section will display the findings from the last part of the survey (open-ended 
questions). The open-ended questions aimed to provide further contextual information of 
their experience with inclusion. By allowing sailors to answer online freely, we interpret 
that the answers provided are as truthful to their Navy experience.  
This section of the chapter will also show the six to seven themes ascertained from 
reviewing the dataset. Appendix B describes the content of each theme. For each theme, 
the first number represents how often the theme was mentioned. The second number 
represents the overall percentage of each demographic average based on the open-ended 
questions. This total percentage for each section will equal over 100% because participants 
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were able to mention more than one theme. For the analysis, we obtained the following 
sample size: 
• Total participants – 106 
• Total Males – 79 
• Total Females – 27 
• Total White – 63 
• Total Minority – 43 
C. INCLUSION THEMES: WHAT ACTIONS/ACTIVITIES/BEHAVIORS, IF 
ANY, MADE YOU FEEL INCLUDED? 
When asked what actions, activities, or behaviors, if any, made a sailor feel 
included, the following themes emerged: 
 Theme 1: Moral Activities/Outings 
 Theme 2: Opinions Valued/Included in Important Discussions 
 Theme 3: Good Leadership/Mentorship 
 Theme 4: Treated Equally/Care for Sailors 
 Theme 5: Fair Outcomes, Awards, and Recognition 
When considering different actions, activities, or behaviors that made sailors feel 
included, the most common theme mentioned was having their opinions valued and being 
included in meaningful discussions (see Table 7). Across all responses, this theme was 
mentioned 39 times, representing 37% of the sample. The second and third themes 
mentioned were participating in morale-boosting activities and being treated fairly at 33% 
and 25%, respectively. For the most part, when comparing males to females and white to 
the underrepresented group, respondents mostly agreed. When comparing which 
behaviors, they felt had the most significant impact, white and underrepresented groups 
showed that 17% of white sailors mentioned good leadership and mentorship vs. 9% of 
underrepresented sailors. In contrast 4% of white sailors mentioned fair outcomes, awards, 
and recognition vs. 14% of underrepresented sailors mentioned this theme. 
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Table 7. What Actions/Activities/Behaviors, If Any, Made You Feel 
Included? 














Moral Activities/Outings 35(33%) 25(32%) 10(37%) 22(35%) 13(30%) 
Opinions Valued/
Included in Important 
Discussions 
39(37%) 31(39%) 8(30%) 21(33%) 18(42%) 
Good Leadership/
Mentorship 15(14%) 10(13%) 5(19%) 11(17%) 4(9%) 
Treated Equally/Care for 
Sailors 27(25%) 19(24%) 8(30%) 16(25%) 11(26%) 
Fair Outcomes, Awards, 
and Recognition 7(7%) 6(8%) 1(4%) 1(2%) 6(14%) 
 
To further validate our findings, following are some responses to the question on 
what made them feel included. 
 
O2 White Female 
“Having honest conversations with leadership where junior officer’s ideas 
were heard was hugely beneficial. I am under NO illusion that Junior Officers 
have anywhere near the best ideas, however mentorship opportunities are lost 
when seniors don’t explain their ultimate decision making process. If “the boss 
just makes the decision” and the crew doesn’t know how that decision was made, 
right or wrong, when the junior folks get into leadership positions, they wont be 
able to make sound decisions because they may not know how.” 
 
O3 Black Male 
“Various diversity events, women, racial, spiritual celebrations that were 
open to the entire group regardless of their beliefs or demographic” 
 
O3 Black Female 
“Being asked to serve on working groups, command initiatives, panel 
discussions to not ONLY discuss diversity but things that contribute overall to the 
commands mission. Being tapped for I&D stuff is fine, but being asked to serve on 
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tasks that relate specifically to the commands mission seems to serve me well 
when I consider inclusion.”  
 
O3 White Female 
“My leadership made an effort to get to know me. 
“My leadership accommodated my input and personal needs when 
possible. 
“We fostered a community where my peers were helpful and team 
oriented” 
 
O3 White Female 
“A genuine care and concern for me as a person, not just an officer in the 
navy. A care and concern for my family members. Respect and dignity when 
communicating, even if there were disagreements/differences.”  
 
O3E Asian Male 
“Willingness to have a conversation and get to know you, as well as the 
initiative a non-minority person to “break the ice” when necessary. 
Recognize your efforts and performance.” 
 
O4 White Female 
“Openness in discussions 
“Inclusion into policy discussions at all levels of leadership 
“Morale activities including an active Wardroom” 
 
O5 White Male 
“Regular Quarters, Wardroom meetings and events, Department Head 
Meetings, regular meetings with leadership. Active Wardroom, active Chief’s 
Mess, and command MWR events. 
“Leadership soliciting input well in advance of deadlines. Leadership 
allowing for townhalls, All-hands, meeting with Departments to discuss proposed 
changes before decision and implementation. Actively seeking to cultivate a sense 
of community and family within the command at all echelons.” 
 
Though we want to ensure we create an inclusive environment, there will always 




A negative comment from O4 White Male stationed in Monterey at NPS 
“We are in the Navy, which is kind of like the military. It would be super 
nice to stop talking about our feelings and this inclusion nonsense. The farther 
down this road we go the more our enemies sit and laugh at us. It makes us 
weaker.”  
D. EXCLUSION THEMES: WHAT ACTIONS/ACTIVITIES/BEHAVIORS, IF 
ANY, MADE YOU FEEL EXCLUDED? 
The following were the themes formed when asked which actions, activities, or 
behaviors, if any, made them feel excluded: 
 
 Theme 1: Opinions Not Valued/Not in important discussions 
 Theme 2: Poor Leadership/Mentorship 
 Theme 3: Not Treated Equally/Discriminated 
 Theme 4: Unfair Outcomes, Awards, and Recognition 
 Theme 5: Politics/Policies  
 
Table 8 shows the most mentioned category was sailors not being treated equally 
and/or being discriminated against at 42%. This theme ranges from showing favoritism, 
being ostracized for being pregnant or wanting to start a family, being assigned equal work 
assignments and watch rotations, to stereotypes based on race and gender, derogatory 
comments, harassment, and sexual assault. This subject was the overall theme mentioned 
between males and females, and white vs. underrepresented groups. The table shows that 
52% of females mentioned experiencing some discrimination, compared with 38% of 
males. Results between whites and underrepresented groups were reasonably close. Whites 
averaged at 40% and underrepresented groups 44%.  
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8(8%) 6(8%) 2(7%) 3(5%) 5(12%) 
Politics/
Policies  
5(5%) 5(6%) 0(0%) 3(5%) 2(5%) 
 
Following are various quotes pulled from the survey to answer this question.  
 
O2 White Female 
“Very sexist and demeaning working environment. Degrading comments 
on how women didn’t make good leaders and were more frequently criticized for 
their uniform standards (hearsay), DH who made sexual suggestions towards 
junior officers, another DH TAD with our command kept touching my knees and 
put his face/neck against my breasts while we were out in a group, male junior 
officer blocked the door and would not let me leave my office until I finished a 
task for him, TAD male junior officer would not leave me alone after several 
requests/kept pushing the envelope for something more than friendship. JOPA 
was generally at each others’ throats, caused excessive stress and frequent 
undermining of my position that made it difficult to perform my duties. Had a 
problem TAD sailor that made everything worse, jumped the CoC, was 
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manipulative and often caused disruption in the workplace. I felt like I couldn’t 
say anything until I was about to leave the command because there were so many 
issues that I didn’t want to stick out as a problem starter being over-sensitive to 
the climate. It was very difficult to get through and I still have a lot of anxiety 
from it. My last CO was a lot more proactive in resolving these kinds of issues 
than the first I worked with, so I feel my relief is in a better position, but I feel so 
burnt from the experience. Standards were absolutely unacceptable when I first 
arrived there.” 
 
O3 Black Female 
“Dismissing my opinions and suggestions but recognizing the same 
opinions or suggestions from others. Blatant disregard for fairness and additional 
work given as a punishment.” 
 
O3 White Male 
“My political views and religious background are in the minority in the 
military services. General service guidelines to not discuss political or religious 
affiliations are typically only enforced when minority views are expressed. 
Majority views are simply discussed and encouraged as “just the norm.” 
Remind me why the Navy flies a Church pennant or Jewish Worship pennant, 
including here at NPS, but not other faiths? Ash Wednesday is coming up, get 
ready for a bunch of people to walk around with ash smeared all over their face, 
including in uniform. 
“Why can we discuss keeping Mexicans out of America because it’s a 
national security issue, but discussing single-payer healthcare (something that 
every military member benefits from) is too political for discussion? 
There’s a real lack of internal-bias recognition among military leadership.” 
 
O3 White Female 
“I know this survey is about racial and cultural bias but most of my 
exclusions were due to being female in a 95% male environment. Being treated 
like I was some kind of temptation or distraction rather than a competent and 
intelligent department head made me feel excluded.” 
 
 O3E Black Male 
“Being called derogatory names. I was once told my voice doesn’t matter 
and will never matter because black sailors always complain and don’t work as 
hard as they think they do. There have been many instances like this with senior 
officers. Also jokes within the workspace by peers saying things like “we look like 
we live in the Ghetto” while playing cards in our staterooms.  
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Also when the Navy focuses on shaving policies that target a finite amount 
of sailors based on their demographics for shaving in the name of safely while 
people suffer from (PFB) a medical condition seems to make me feel excluded. “ 
 
O3E Black Male 
“Gatherings in which certain people (African Americans) where not 
invited or excuses were made on why they “forgot” to include us.” 
 
O5 White Male (Sea San Diego) 
“Within the community and at commands, there seems to be a “circle” of 
those groomed for and set up for success. If you are in the circle, you are 
fortunate. If you are not in the circle, you fight to get to the circle.” 
 
And we cannot forget that not everyone quite understands why this topic is so 
important. 
 
A negative comment from O4 White Male stationed in Monterey. 
“See answer above. Military members need to suck it the freak up and 
stop this nonsense. We are supposed be the nation’s warriors”. 
 
E. SPECIFIC FACTORS FOR FOSTERING INCLUSIVITY: WHAT 
SPECIFIC FACTORS (POLICIES, PROCEDURES, PRACTICES, 
INDIVIDUAL BEHAVIORS) DO YOU BELIEVE CAUSE SOME 
ORGANIZATIONS TO FOSTER BETTER INCLUSION THAN OTHERS? 
For the last question, we aimed to see what specific factors, whether it be policies, 
procedures, practices, or individual behavior, cause other organizations to foster a better 
inclusive environment than the Navy. Here are the themes that were developed. 
 
 Theme 1: Moral Activities/Outings 
 Theme 2: Opinions Valued/Included in Important Discussions 
 Theme 3: Good Leadership/Mentorship 
 Theme 4: Treated Equally/Care for Sailors 
 Theme 5: Fair Outcomes, Awards, and Recognition 
 Theme 6: Outdated policies 
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From Table 9 we saw that 57% of participants felt having good leadership and 
mentors were the most prominent areas where the Navy could improve in promoting 
inclusion. The second area for improvement (mentioned by 23% of respondents) was how 
sailors are treated. There was no significant difference in responses when looking at male 
vs. female and underrepresented groups vs. white when looking at all other themes. Males 
agreed that good leadership and mentorship were the most valuable, with 56% and females 
with 59%. In contrast, whites averaged 59% to underrepresented groups 53%. 
Table 9. What SPECIFIC Factors (Policies, Procedures, Practices, 
Individual Behaviors) Do You Believe Cause Some Organizations to 







































4(4%) 4(5%) 0(0%) 3(5%) 1(2%) 
Outdated 
policies 7(7%) 6(8%) 1(4%) 4(6%) 3(7%) 
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Following are quotes to support this question. 
 
E7 Black Male 
“I rather speak on policies that made me and others like me (African 
American) feel excluded--taking away the permanent no shave chit. People of 
color having to shave is literally causing them physical pain due to the natural 
way our hair grows (curly). This issue directly relates to inclusion as I’ve met a 
more than a few Sailors who have voiced that this makes them feel as if we are 
being targeted by big Navy. 
“Talking about our differences and the diversity talks are well and dandy, 
however, it is not changing anything. Racial ‘jokes’ are still occuring in the Navy 
TODAY. Nooses are still being left on African American Sailors racks. It is tough 
to think of inclusion when events like this is happening in 2021 (mind you we are 
only 2 months into the year).”  
 
O2 Asian Male 
“A command structure that is consistent, direct communication with its 
sailors generally fosters a more inclusive culture. Even if the command cannot 
change policy based on every complaint or suggestion, the fact that they address 
it goes a long way.” 
 
O3 Black Female 
“Open wardroom conversations about hard social topics. The leaders ive 
seen that do well at promoting inclusion do their homework, are unafraid of being 
uncomfortable and are bold in their stances on discrimination. They generally 
truly believe that diversity makes their command strong and seek to learn from 
sailors and officer that are different. Perhaps its a mindset - they just get it and 
understand the scope of their influence. They are just bold and it translates to 
other parts of the command climate. Don’t leave the hard topics to GMTs. Get 
creative with the discussion. Not just roundtable talks”. 
 
O3 Black Female 
“Leadership, leadership, and leadership! It’s a top down factor, no matter 
what policies or practices are in place it is the individual leader that sets the tone 
for the environment. If they have a bias then so will everyone else, in order to stay 




O3 Black Female 
“When the head of an organization believes in inclusion and doing the right 
thing, the attitude tends to trickle down easier. CAPT Peck was an advocate for 
justice and getting to the root of a problem. He truly cared about each individual 
sailor and would make time to talk to as many as possible despite his schedule. His 
care for the individual was reflected in his policies and his high standard for the 
navy programs onboard. He truly cared about suicide prevention, how our 
command was doing, and how we could emphasize that each sailor’s life mattered. 
He cared about SAPR and legal issues, and ensuring that everyone was taken care 
of. When the ward room sees that the CO’s priority is taking care of people, they 
will do more to take care of their people.” 
 
O3 White Female 
“As a leader, I always start out with dignity and respect towards ALL 
people. That person discriminated against is a human being just like me and does 
not deserve to be treated in a degrading way. I make it known that dignity and 
respect is required. You don’t have to like a person, but you need to treat them with 
respect. 
“When leaders set the example of promoting inclusion and diversity, this 
helps to foster an inclusive environment. When leaders acknowledge that there are 
differences amongst people yet seeks to gather ideas and improvements from all 
people, this helps to foster an inclusive environment. Policies can help publicize a 
leader’s attitude towards zero-tolerance for behaviors such as harassment or 
racism. 
“However, it starts with the leadership being the standard bearer and then 
setting expectations with the junior leaders in the command to help promote 
diversity and inclusion. Leaders also recognize that there could be biases within 
their command and help address the command when needed. They also mentor 
junior leaders to help rid the command of unwanted, negative biases that create 
unhealthy work environments for all.” 
 
O3 Black Male 
“Recognize the differences. Celebrate the various cultures that make up the 
fleet. Create forums to educate those who have never seen anything different. Our 
diversity is our greatest strength.” 
 
O3 White Male 
“It really makes a difference if leadership is competent and compassionate. 
Holding everyone accountable is important as well. It’s possible to be 
compassionate and accountable at the same time, and too few leaders recognize 
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this. Ensuring diverse representation at all levels is important, as well as continued 
inclusion training. It feels stupid to do, but I think it ultimately makes a positive 
difference.” 
 
O3 White Male 
“Senior/Junior leadership words and actions. The most inclusive 
organizations are those in which all of leadership, from the triad down to the 
divisions, is outspokenly committed to equitable treatment of their shipmates. 
Immediate reprimanding of overtly discriminatory behavior is essential, but not 
sufficient. Command leadership must also engage in introspection to determine if 
unspoken biases are influencing command decisions.” 
 
O3E White Male (Norfolk) 
“My current shore command has had a few instances of inappropriate 
symbols drawn on walls. The command really did nothing about it, there was no way 
of catching who did it and with no one to “punish” it just faded away. The command 
leadership was (at the time) older white males, of which all wanted to protect their 
careers. They never really acknowledged the fact that this happened and our 
command culture shows a lot of junior sailors recognized this. I get to see the CO 
suggestion box comments and they know nothing happened. Inclusion for us is time 
in a position weather you warrant being there. Promotions depend on time on board 
not actual performance. I’d have to say the one SPECIFIC factor is the CO/XO are 
to afraid to make decisions / always need to ask approval from higher authority. 
This causes delays in processing times as well as single point failures.”  
 
O4 White Male 
“Advertise and equitably choose leads from a diverse pool of applicants. 
Require leadership to bring experience from firms outside of the Command (e.g. 
DUINS grads).” 
 
O4 Native Hawaiian/Other Pac. Islander Male 
“I think a lot has to do with leadership. the CO/XO need to value people’s 
opinions and not just have a “my way or the highway” attitude. Also, create an 
environment where questions are acceptable and wont just immediately make you 
the one responsible for that particular item. 
“No policy will ever truly foster inclusion unless the team really believes in 
it in the first place. It is hard to reach people, but genuine interaction can get people 
to change their opinions about these types of topics (inclusion/diversity/SAPR). NKO 
style training is largely ineffective, in my opinion.” 
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O5 White Male 
“- Leaders need to spend more time walking around, sitting in the mess and 
wardroom to engage their people.  
“- Go to the smoke pit to talk to Sailors (I got tons of great information about 
how the young Sailors viewed leadership and command policy this way) 
“- Spot NAMs and simple recognition are a big win  
“- Look for ways to build up struggling Servicemembers 
“- The Military doesn’t really have policies that result in inclusive command 
climates. Leaders make this happen so we need leaders with at least some 
empathy” 
 
O5 White Male 
“Leaders who make the effort to reach out to non-white members of the unit. All of 
my leaders have been white males, but the ones who left their comfort zones did 
better to promote inclusion.” 
 
And like we have seen with the previous questions, there are still those that lack 
emotional intelligence. 
 
A negative comment from O3 White Male 
“Organizations only succeed at inclusion when they stop talking about 
it.  
“Specifically, however, regular physical training programs or events 
are a great way to foster ‘inclusion’ or rather cohesion. My last command did 
it and the benefits were tangible. Besides, the Navy needs to start prioritizing 
physical fitness anyway.” 
F. CHAPTER CONCLUSION 
The individual participants’ open-ended responses have emphasized areas where 
sailors feel both included and excluded across race, rank, and gender. Positive 
experiences with these themes are significant to sailors’ emotional state, yet there were 
still many instances where a sailors’ leadership promoted an exclusive atmosphere for 
sailors within different ranks, races, and gender. Nevertheless, sailors also expressed 
many themes that amplified feelings of inclusion at specific moments. When assessing 
inclusion and exclusion factors, it is safe to say that overall, there are common themes 
that sailors experience throughout the Navy. This portion of the survey also identifies 
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essential areas for improvement within the ranks. This survey has proven to be a 
stepping-stone for identifying different behaviors that make sailors feel included and 
ways to become a more unified fleet.  
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VII. SUMMARY, CONCLUSION, AND RECOMMENDATIONS 
A. SUMMARY 
The intent of this thesis was to develop metrics to help assess inclusion in the fleet 
and measure factors that are of interest to leadership, as well as factors identified as 
important by past research. Our survey categorized factors we felt, based on our experience 
as sailors, would effectively capture the level of inclusion for a service member and 
command climate. Our four-part survey allowed us to capture demographics, current 
command inclusion levels, prior command inclusion levels, and open-ended questions 
addressing inclusion, exclusion, and improvement areas. All parts of this survey played a 
significant role in answering our original objectives. The four main research questions 
addressed in this thesis: 
• How do we measure inclusion in the fleet?     
• Which I&D competencies, when demonstrated, should be the most impactful 
for building inclusion?  
• What institutional policies and practices promote a feeling of inclusion/
exclusion in the fleet?  
• Is there a difference in the Navy’s I&D culture between homeports in the 
United States?   
The survey presented allowed the participants to answer freely without any mental 
reservations or environmental pressures typically received when commands “strongly 
encourage” sailors to complete their Command Climate Surveys and other “voluntarily” 
tasks. One of the many complications hindering inclusion is the way leadership 
communicates with its junior sailors. This survey gave sailors a way to voice their opinions 
truthfully without being identified. Unlike focus groups, there is a reservation to speaking 




B. RESULTS OF EXCLUSION FACTORS  
Overall, the researchers assess there is correlation between inclusion factors and 
core competencies, both quantitatively and qualitatively. Quantitatively, females felt less 
included, though qualitatively, males also mentioned not being treated equally and 
discriminated against as their top factor for being excluded. Underrepresented racial/ethnic 
groups also tended to report less inclusion than whites. Our qualitative analysis showed 
underrepresented groups and white females had a lower rate of inclusion. With this sample, 
our results indicate that overall underrepresented groups and females feel less included. 
With a larger sample we would be able to offer a more precise picture of how much of a 
difference there is between each subsample. Both qualitative and quantitative analysis 
suggest the sample does indicate that underrepresented groups feel less included when their 
opinions are not valued compared to whites. Still, when comparing the level of exclusion 
white sailors mentioned poor leadership and mentorship, made them feel less included than 
sailors in underrepresented groups.  
C. RESULTS OF INCLUSION FACTORS  
Quantitatively, we determined that sailors on the West Coast sailors feel more 
included than sailors stationed on the East Coast. Qualitatively, the top factor determined 
by males that made them feel more included were having their opinions valued by their 
leadership. At the same time females mentioned command outings and activities that boost 
morale more often as a factor to foster a more inclusive environment. Underrepresented 
groups also determined that opinions valued based on their experience were essential in 
promoting inclusion. At the same time, whites also mentioned command outings to 
promote inclusion. Our study also shows that though females tend to feel less included 
quantitatively and qualitatively, when looking at individual factors, women feel more 
included with “Good leadership, mentors” and “Being treated fairly,” than males. Males 
feel more included with “Outcomes, awards, and recognition.” When comparing whites to 
underrepresented groups, who feel less included overall, underrepresented groups feel 
more included with “Fair outcomes” and “Being treated equally,” though not by a big 
difference. White sailors feel more included with good leadership and mentorship.  
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D. FACTORS THAT MAKE THEIR COMMAND CLIMATE BETTER.  
Overall, the survey respondents picked good leadership and mentorship as the main 
factor to foster a more inclusive command climate. The respondents mentioned this factor 
57% of the time. The following factor mentioned was sailors being “Treated equally,” as 
shown in previous sections, followed by “Conducting morale and bonding activities.” 
Collectively, the survey participants mentioned “Fair outcomes through awards and 
recognition,” and “Current Navy policies being outdated,” the least. Many participants 
mentioned that policies do not influence the command climate if there is poor leadership. 
E. RECOMMENDATIONS  
1. General Military Trainings 
While we understand that sailors are overloaded with different training types, 
emotional intelligence training needs to be implemented as standard military training. 
Inclusion is a virtue that can affect operational readiness at all levels. This training should 
be incorporated and taught with the same emphasis as sexual harassment, sexual assault, 
and equal opportunity. All while they are being incorporated throughout a sailor’s career, 
especially if they hold leadership positions. Though most of the participants looked for 
ways to incorporate inclusion in the fleet effectively, some were utterly dismissive about 
inclusion. One survey respondent thought that physical fitness was more important than 
the inclusion of underrepresented groups, while another inferred that inclusion makes the 
Navy “weak.” Some of these leaders hold positions that directly affect underrepresented 
groups, and hopefully, training can help deter their unconscious biases. 
2. Pilot Programs  
Implementing emotional intelligence programs will promote a better understanding 
of why this topic is essential to the Navy culture. NPS recently tested a pilot program. The 
researchers were directly involved with the development to address issues including 
diversity, inclusion, emotional intelligence, implicit bias, and more. This pilot was divided 
into three series twice a week for one hour. In the first half of each session, the subject 
matter expert would give a brief introduction to the subject; then, the second half consisted 
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of open discussion. While the initial kick-off for participants was slow, after the first 
session, word of mouth informed others about how the session went. We turned people 
away due to the cap put in for each class. Many follow-on emails were received inquiring 
about the next set of series. Males, females, whites, underrepresented groups, enlisted 
Officers, and even staff members inquired about joining the classes. This small pilot at 
NPS showed that many sailors would be interested in taking a deep dive into inclusion and 
improving equality throughout the military if implemented across the fleet.  
3. Deeper Inclusion Analysis  
Unfortunately, we were unable to conduct a Facebook analysis due to time 
constraints for approvals. Utilizing Facebook would allow sailors to answer the questions 
more freely. It would reach a broader audience in a short amount of time. This method 
gives any statistical power model to find significant effects of independent variables with 
a greater degree of confidence. The depth of its influence can be utilized to capture data 
for empirical analysis. Using closed Facebook groups such as “Basic Mentoring” allows 
you to reach 31,000 sailors of all demographics in seconds. Facebook pages such as “Future 
Mustangs Mentorship,” which consists of enlisted personnel who aspire to become a 
mustang and have over 9,000 members, would help improve this analysis. Along with 
many other male-only, female-only, Enlisted, Officer, SWOs, HR, and even the pages only 
for underrepresented groups to connect.  
Unfortunately, social media is a double-edged sword. The idea to utilize Facebook 
stemmed from seeing the outrage due to colonial injustices in the United States. Many posts 
or comments came from junior and senior sailors asking for guidance on dealing with toxic 
shipmates in leadership positions or unhealthy command climates. Sailors were also 
disheartened by posts and comments made by Chiefs and Officers, which seem to care less 
about equality for underrepresented groups and, in some cases, were viewed as hate speech. 
Fortunately, for the near future, we have leaders who are taking these matters seriously. 
The newly appointed Secretary of Defense, The Honorable Lloyd Austin, ordered the 
military to discuss extremism within the ranks after the Capitol Hill attack (Garamone, 
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2021). This emphasizes the importance of studies that help leaders understand potential 
links between inclusion, recruitment, retention, and promotions. 
F. THESIS CONCLUSION  
The correlation between commands’ climate and specific demographics are likely 
large contributors to personal feelings of inclusion. From the statistical analysis taken from 
a microcosm of Navy sailors to the countless personal testimonies from this survey and our 
personal experience, the Navy can do better to promote inclusion. Some of these sailors 
may have dealt with potential trauma that goes unnoticed every day. Nevertheless, it has 
already taken significant strides recently. One institution that proactively promoted 
inclusion efforts was the Naval Postgraduate School. After the events that sparked a 
national outcry for equality, NPS leadership met with students. It allowed their voices and 
concerns to be expressed and heard, where both researchers gave testimonies and played 
an active role. The NPS President, Vice Admiral (Ret.) Anne E. Rondeau immediately 
began coordinating with National Naval Officers Association (NNOA), which both 
researchers also held positions in, to improve campus awareness. Her efforts truly made 
many underrepresented sailors feel like we were a team. We believe this type of leadership 
is what all Navy commands need right now. The efforts made right now will only promote 
inclusion and potentially create the next underrepresented sailor the next Master Chief 
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Q1 Thank you for agreeing to take our short survey. This survey is for all Sailors who are 
or have been attached to sea-going surface ships and shore commands CONUS. This is 
intended to assist researchers at the Naval Postgraduate School in developing metrics 
and analyzing the level of inclusion and diversity at the commands. THIS SURVEY WILL 
BE ANSWERED ANONYMOUSLY. All efforts within reason will be made to keep the 
personal information in your research record confidential but total confidentiality cannot 
be guaranteed. Disclosure of professional misconduct or criminal activity will require 
reporting to command leadership. As a volunteer in this study, you do not have to 
answer any question you prefer not to answer and can stop participation at any time. 
 
 
By advancing to the survey, you are indicating that you have understood these terms 
and agree to participate in our research. 
 
Q2 Gender 
o Male  
o Female  
o Non-binary / third gender  





o Asian  
o Black / African-American  
o Hispanic  
o Native Hawaiian/ Other Pac. Islander  
o White  





o E-1 to E-3  
o E-4  
o E-5  
o E-6  
o E-7  
o E-8  
o E-9  
o CWO1  
o CWO2  
o CWO3  
o CWO4  
o CWO5  
o O1E  
o O2E  
o O3E  
o O1  
o O2  
o O3  
o O4  
o O5  
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o O6  
Q5 Years in the Navy 
o 1-5  
o 6-10  
o 11-15  
o 16+  
 
 
Q6 Is your current command sea or shore duty? 
o Sea  




Q7 What is your current homeport? 
o Mayport  
o Monterey  
o Norfolk  
o San Diego  
o Washington, DC,  
o Washington State  




Q8 For the question below, please think about your CURRENT COMMAND. Please 
indicate how much you agree or disagree with each statement below.  










My opinion is valued 
by my supervisors for 
important decisions.  o  o  o  o  o  
People of all cultures 
and backgrounds are 
respected, valued, 
and treated fairly.  
o  o  o  o  o  
I can voice an 
opposing opinion 
without fear of 
negative 
consequences.  
o  o  o  o  o  
I feel included and 
respected.  o  o  o  o  o  
I feel connected to my 
peers.  o  o  o  o  o  
My job performance is 
evaluated fairly.  o  o  o  o  o  
I have had good 
mentorship in the 
Navy.  o  o  o  o  o  
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My experiences at the 
command made me 
believe I have 
equitable 
opportunities for a 
future in the Navy.  
o  o  o  o  o  
I feel excluded by my 
workgroup because I 







among those in my 
unit.  





Q9 Most people in my CURRENT command: 































& customs.  
o  o  o  o  o  
5. Ensure 




o  o  o  o  o  









o  o  o  o  o  











Q10 Now, we would like you to think about your prior command (the command you 
served at prior to current command). Was it sea or shore duty? 
o Sea  
o Shore  




Q11 What was your homeport at your prior command? 
o Mayport  
o Monterey  
o Norfolk  
o San Diego  
o Washington, DC,  
o Washington State  
o Other ________________________________________________ 




Q12 Now, think about your PRIOR command. Please carefully review each factor and 
indicate how much you agree or disagree with each statement.  















o  o  o  o  o  






treated fairly.  
o  o  o  o  o  






o  o  o  o  o  
I felt included 
and respected.  o  o  o  o  o  
I felt 
connected to 





o  o  o  o  o  
I have had 
good 
mentorship in 
the Navy.  





believe I had 
equitable 
opportunities 
o  o  o  o  o  
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for a future in 
the Navy.  
I felt excluded 
by my 
workgroup 
because I am 
different.  











in my unit.  






Q13 Most people in my PREVIOUS command: 































& customs.  
o  o  o  o  o  
5. Ensured 




o  o  o  o  o  









o  o  o  o  o  









Q14 Regarding all of your experiences in the Navy, not just your sea-tour, please 
answer the following 3 questions. 
 
 


















Q17 What SPECIFIC factors (policies, procedures, practices, individual behaviors) do 










Q18 Review the following items below. Please rank how important these are to fostering 
an inclusive environment.  
______ Acknowledging cultural differences 
______ Listening carefully & considering others’ perspectives 
______ Recognizing various communication styles and barriers 
______ Demonstrating respect for others’ values & customs 
______ Ensuring equity of all team members in work assignments 
______ Getting to know people from different backgrounds 
______ Checking oneself for personal biases 
 
 
Thank you for completing our survey! Your answers will help assist researchers at the 
Naval Postgraduate School in developing metrics and analyzing the level of inclusion 
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APPENDIX B. INCLUSION THEMES 
Question 1: What 
actions/activities/behaviors, if any, made 
you feel included? 
Question 2: What 
actions/activities/behaviors, if any, 
made you feel excluded?  
Question 3: What SPECIFIC factors 
(policies, procedures, practices, 
individual behaviors) do you believe 
cause some organizations to foster 
better inclusion than others? 
Theme 1: Morale Activities/Outings Theme 1: Opinions Not Valued/Not in Important Discussions Theme 1: Morale Activities/Outings 
•        Being invited out •        Dismissing opinions and suggestions 
•        Building relationships with peers 
and getting to know them 
•        Unit outings •        Not speaking up due to the thought of offending a different race •        Preforming wellbeing checks 
•        Unit activities (base 
associations/groups) 
•        Not taking the time to 
understand different cultures 
•        Command outings and morale 
boosting activities 
•        Groups Outings   •        Department outings 
•        Improving Quality of life   •        PT with command 
•        Bonding   •        Sailor 360 
•        Working together as one team     
Theme 2: Opinions Valued/Included in 
Important Discussions 
Theme 2: Poor 
Leadership/Mentorship 
Theme 2: Opinions Valued/Included 
in Important Discussions 
•        Opportunities to offer opinion •        Leadership being disengaged from the team •        Allowing opinions from all sailors 
•        Listening to opinions, suggestions, 
issues, concerns from subordinates 
•        Upper leadership not getting out 
around the command •        Climate surveys 
•        Encouraging input from JOs/Enlisted 
Opinions Valued/Included in important 
discussions 
•        Not having anyone to turn to 
when faced with a crisis •        Opinions valued 
•        Being actively involved on 
discussions/committees of I&D 
•        Command promoting the “Old 
Boys Club” •        CO small group discussions 
  •        Lack of support or 
encouragement from MWR, 
Wardroom, Chief Mess or First-Class 
Association 
•        Being able to have conversations 
without the fear of repercussion 
  •        Lack of All hands call •        Not projecting personal beliefs to make others feel bad 
  •        No transparency   
  •        No Department Head meetings   
  •        Poor communication with upper 
leadership 
  
  •        Lack of training   
  •        Mental health not taken seriously   
  •        “Old Heads” stuck in their ways   
  •        Insensitivity from leaders 




Question 1: What 
actions/activities/behaviors, if any, made 
you feel included? 
Question 2: What 
actions/activities/behaviors, if any, 
made you feel excluded? 
Question 3: What SPECIFIC factors 
(policies, procedures, practices, 
individual behaviors) do you believe 
cause some organizations to foster 
better inclusion than others? 
Theme 3: Good Leadership/Mentorship Theme 3: Not Treated Equally/Discriminated 
Theme 3: Good 
Leadership/Mentorship 
•        Good communication with leadership •        Favoritism •        Establishing mentorship programs 
•        Good communication from 
Department Heads •        Discrimination with race, gender, 
•        Having good and frequent 
communication with leadership 
•        Trainings 
•        Taking suggestion from one 
individual when another individual 
said the same thing 
•        Allowing open door policies and 
standing by them 
•        Leaders getting to know their sailors •        Cliques/Native language •        Having the “hard conversations” 
•        No micromanaging •        Insubordination groups •        Providing extra trainings and stressing their importance 
  •        Not being able to connect •        Department end of day reports 
  •        Stereotypes •        Diffusing high tension situations 
  •        Pregnancy being looked at as 
“bad” or “selfish” •        Command support 
  
•        Micromanagement 
•        Leadership promoting inclusion 
and enforcing an inclusive 
environment 
  •        Derogatory comments/jokes •        Diversity within the COC 
  
•        Bullying 
•        Having those “hard” 
conversations and wiliness to learn 
the different backgrounds and 
communication styles 
  •        Sexual Harassment •        Being genuine with conversations 
  
•        Sexual Assault 
•        Changing the culture of “that the 
way it is” or “that’s how it’s always 
been done” 
    •        Define line between ranks 
    •        Mental health taken seriously 
    •        Leadership leading by example, 
setting the tone, and showing their 
willingness to help the team 
    •        Leaders showing no bias 
    •        Leaders “showing face” and 
walking about the command 




Question 1: What 
actions/activities/behaviors, if any, made 
you feel included? 
Question 2: What 
actions/activities/behaviors, if any, 
made you feel excluded? 
Question 3: What SPECIFIC factors 
(policies, procedures, practices, 
individual behaviors) do you believe 
cause some organizations to foster 
better inclusion than others? 
Theme 4: Treated Equally/Care for Sailors Theme 4: Unfair Outcomes, Awards, and Recognition 
Theme 4: Treated Equally/Care for 
Sailors 
•        Treated Equally •        Unfair Evaluation •        Treating all sailors equally and fairly 
•        Care for Sailors •        Unfair Ratings •        Making everyone feel they can express themselves 
•        Good relationships with peers •        Lack of awards and recognition •        Caring for sailors and their families 
  •        Additional work as punishment •        Zero tolerance for racial discrimination 
  •        Earning qualifications based on 
sex, race or job •        Humility 
  •        FITREP/EVALS based on time at 
command vice performance 
•        Celebrate various cultures that 
make up the fleet 
  •        Unfair leadership positions   
  •        Unfair maintenance assignments, 
work, watch rotation, and job 
distribution 
  
Theme 5: Fair Outcomes, Awards, and 
Recognition Theme 5: Politics/Policies 
Theme 5: Fair Outcomes, Awards, and 
Recognition 
•        Recognition on good performance •        Shaving policies targeting one specific race 
•        Holding sailors accountable for 
their actions (NJP) 
•        Recognition on job performance •        Female uniforms •        Fair and frequent awards 
•        Showing appreciation •        Hair regulations targeting black sailors •        Fair EVALS/ FITREPS 
•        Fair EVALS/FITREPS •        Having political conversations •        Not being punished due to mental health issues 
•        Fair awards •        NJP results varying   
    Theme 6: Outdated policies 
•        Policies being outdated 
•        Policies not keeping up with 
cultural changes 
•        Trying to use policy to change 
culture 
•        Fair policies (shaving) 
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